







predominantly.	 In	particular,	we	point	 to	 the	 rise	of	a	peculiar	model,	 ‘paradoxical	





job	 intensity	 whilst	 frustrated	 with	 unions	 and	 d)	 Paradoxical	 precarity	 has	 faced	
political	and	economic	challenges	but	it	is	reproduced	by	a	managerial	short-termism	












implications	 of	 sectorial	 downturn	 and	 privatisation	 (Valioniene	 &	 Druktenis,	 2013).	 In	 emerging	





also	 the	 first	 study	 to	 focus	 explicitly	 on	 the	 core	 employees,	 as	 opposed	 to	 a	 well-established	
literature	on	the	precarious	status	of	periphery	workers	in	various	industries	(Pollert,	1991;	Means,	









there	 are	 significant	 differences	 in	 our	 understanding	 of	 it.	 Liberal	 pundits,	 for	 example,	 see	 the	
distinction	as	a	functional	bifurcation	in	terms	of	the	division	of	labour.	It	is	noted	that	not	every	job	
or	 employee	would	 equally	 contribute	 to	 the	organisation	due	 to	 their	 strategic	 positions.	 In	 that	
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sense,	a	CEO,	for	example,	is	classified	as	a	core	employee,	whereas	a	window	cleaner	is	regarded	as	
periphery	 (Palier	 and	 Thelen,	 2010).	 They	 argue	 that	 such	 a	 functional	 division	between	 core	 and	
periphery	jobs	are	essential	for	equitable	rewarding	of	employees	in	line	with	their	education,	skills,	
occupations	and	surplus	to	the	companies	(Bergström	and	Storrrie,	2003;	Means,	2017).	The	diversity	
may	 also	 inform	 the	 variations	 in	 employees’	 contractual	 status	 such	 as	 temporary	 or	 part-time	
employment	(Heyes,	2011).	In	particular,	it	is	put	forward	that	as	the	commercial	firms	mature,	they	
















time	 contracts	 (Gallie	et	al,	 2017).	 They	 are	 also	becoming	de-unionised	with	 a	 restricted	 legal	 or	
compensatory	protection	against	 –unfair–	dismissals	 (Broughton	et	al,	 2016).	An	example	given	 in	




































































of	a	 larger	wave	 in	Turkey.	Since	the	beginning	of	neo-liberal	policies	 in	the	early	1980s,	there	has	
been	 a	 long-term	 rise	 in	 the	 use	 of	 irregular	 employment	 both	 in	 the	 public	 and	 private	 sectors.	







Although	 tasheron	 workers	 had	 been	 historically	 preferred	 in	 the	 construction	 industry,	 it	 had	 a	






particular,	 we	 found	 that	 roughly	 one	 in	 five	 core	 employees	 in	 the	 companies	 studied	 were	
supplanted	with	tasheron	workers	on	average.	However,	although	the	majority	of	the	core	employees	













































All	 companies	 studied	 reported	 that	 there	 have	 been	massive	 redundancies	 since	 the	 2008	 crisis	
regardless	of	the	company	size.	Yet	recruitments	in	considerable	numbers	have	also	been	experienced,	




















it	 is	good	to	have	 fresh	blood	thanks	 to	 the	new	universities.	So	much	so	 that	new	















































































































































However,	 optimism	 about	 employee	 involvement	 tumbles	 when	 it	 comes	 to	matters	 beyond	 the	
specific	 tasks.	 Hardly	 half	 of	 the	 respondents,	 with	 a	 significantly	 lower	 proportion	 of	 the	 core	
employees,	are	satisfied	with	the	participation	 in	broader	decision-making	processes	 (Table	 I).	The	









have	 the	 capacity	 to	 designing	 and	manufacturing	 since	we	 have	 no	 research	 and	
development	facilities.	You	mostly	need	a	CNC	(3D	printer)	for	the	manufacturing,	but	
we	don’t	make	it,	either.	


















tasheron	 employees	 are	 silly	 cows.	 If	 I	 ask	 them	 to	 stand	 outside	 for	 hours	 to	 do	











fringe	 benefits	 may	 come	 even	 before	 the	 wages	 for	 some	 employees.	 People	
sometimes	work	for	free	just	to	complete	the	minimum	years	of	service	required	for	
the	retirement.	
Transport	 is	 critical	 for	 the	 commuters	 since	 they	 have	 to	 cross	 the	 straights	 of	 Bosporus	 and	
Dardanelle.	Larger	establishments	provide	transport	for	thousands	of	employees	everyday	with	their	











little	 difference	 between	 core	 employees	 and	 the	 rest	 (Table	 I).	 This	 is	 interesting	 since	 tasheron	
workers	 are	notoriously	deprived	of	welfare	entitlements.	A	 staff	development	officer	 like	 several	
other	participants	complained	that,		
employers	 are	 avoiding	 their	 existing	 responsibilities	 by	 dumping	 workers	 onto	
tasheron	firms	which	often	fail	 to	pay	pension	contributions	and	employees’	health	
insurance.	They	don’t	even	pass	the	child	credit	given	by	the	state	to	their	workers.	
The	 low	satisfaction	with	 the	benefits	among	 the	core	employees	has	a	 lot	 to	do	with	an	ongoing	
















they	 tended	 to	 suggest	 that	we	 are	 all	 human	 beings,	 we	 always	want	more.	 In	 response	 to	 the	
contradiction	between	those	who	were	satisfied	with	their	pay	and	the	remainder,	some	managers	
contested	that	the	dissatisfied	ones	must	be	the	recently	started	younger	employees:		
They	 must	 be	 the	 new	 recruits.	 We	 can’t	 do	 anything	 about	 them.	 They	 have	 no	

















Nevertheless,	pay	 is	 related	to	performance	 in	the	 larger	companies.	An	HR	Director,	 for	example,	
noted	that	the	HRA	form	referred	to	hitherto	is	used	to	determine	individual	pay	raises.	Additionally,	


















































if	 you	are	a	welder	 in	 the	 live-stock	 ship,	 then	 you	may	 spend	hours	 on	 your	own.	
Workers	caged	all	day	in	the	animal	partitions	start	to	talk	to	iron	bars.	Do	you	think	
that	people	could	be	motivated	in	a	solitary	confinement?			





Mining	 accidents	 or	 plane	 crashes	 happen	 once	 in	 a	while.	 In	 shipyards,	 have	 one	































have	 seldom	 had	 gaps	 in	 between	 shipbuilding	 projects	 in	 recent	 years.	 A	 production	 manager	
contested	that	
Bridging	contracts	are	not	that	vital,	because	we	have	new	orders	all	the	time.	They	
fire	managers	 every	 now	 and	 then	 just	 to	 slash	 the	management	 cost.	 Otherwise	





employees.	 The	 evidence	 presented	 in	 the	 paper	 fails	 to	 endorse	 conventional	 core/periphery	
discussions	 in	 relation	 to	 the	 association	 of	 precarity	 with	 peripheral	 jobs	 either	 exclusively	 or	










Second,	 a	 substantial	 proportion	 of	 well-paid	 and	 highly	 skilled	 employees	 remain	 at	 the	 core.	
Especially	those	who	gained	their	skills	through	a	formal	education	have	managed	to	survive	through	
the	 harshest	 times	 of	 the	 industrial	 downturn	 and	 restructuring	 following	 the	 great	 depression	
(Means,	2017).		
Third,	the	recruitment	of	tasheron	workers	in	lieu	of	the	core	employees	culminated	in	the	sense	of	
precarity	 among	 the	 remaining	 core	 staff.	 There	 is	 a	marked	dissatisfaction	among	 them	with	 job	
security	(Heyes,	2011),	pay	and	fringe	benefits	(Frei,	2012)	as	well	as	employee	involvement	(Green,	
2008)	whilst	 feeling	too	much	pressure	at	work	(Heyes,	2011)	 in	addition	to	having	 little	 tendency	
toward	unionisation	as	 a	 reflection	of	managerial	 resistance	and	 the	 lack	of	 confidence	 in	unions’	
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effectiveness	 (Gallie	 et	 al,	 2017).	 Critically,	 their	 dissatisfaction	 in	 relation	 to	 such	 issues	 is	more	
pronounced	when	compared	to	other	employees,	although	their	 remuneration	and	working	 terms	







Fourth,	 paradoxical	 precarity	 has	 considerable	 pitfalls	 both	 economically	 and	 politically,	 but	 it	 is	
nurtured	 by	 a	 managerial	 short-termism	 under	 competitive	 pressures:	 One	 set	 of	 difficulties	 is	
attributable	to	its	economic	consequences	as	the	evidence	suggests	that	the	model	has	detrimental	





the	 participants	 had	 adversarial	 feelings	 about	 the	 managerial	 strategies	 regarding	 employee	
involvement	and	 incentives.	 Limited	employee	 involvement	holds	productivity	down	by,	 inter	alia,	





oust	core	employees	 (Wang	and	Heyes,	2017).	However,	 the	shipyards	 investigated	mostly	remain	
involuted	in	traditional	family	management.	Even	the	larger	companies	are	allured	by	euphemising	
autocratic	 management	 strategies	 with	 pseudo	 paternalism	 rather	 than	 focusing	 on	 ‘consent	
manufacturing’	 among	 the	 staff	 (Herman	 et	 al,	 1998).	 Besides,	 paradoxical	 precarity	 serves	 for	 a	
managerial	 short-termism.	 Companies	 resort	 to	 day-to-day	 solutions	 to	 curtail	 the	 cost	 of	 skilled	
labour	and	management	in	coping	with	the	competitive	pressures	whilst	keeping	the	tender	offers	as	
low	as	possible	in	order	to	attract	armatures.	
From	 a	 broader	 perspective,	 paradoxical	 precarity	 does	 not	 only	 undermine	 macro-economic	
performance	 for	 a	 compromised	 profitability	 in	 general,	 but	 it	 also	 risks	 divisive	 politics.	 The	
exploitative	use	of	Kurdish	migrants	(Alberti,	2014)	to	supplant	the	core	employees	feeds	into	racists	
sentiments	and	upsets	the	community	cohesion	as	the	middle-class	professionals	feel	insecure.	This	





management	practices	against	 traditional	 family	management	 for	a	sustainable	economy.	This	will	
become	even	more	essential	since	the	competition	in	the	industry	is	likely	to	be	stiffened	once	the	
government	begins	to	implement	its	plans	to	sell	the	military	shipyards	to	both	domestic	and	foreign	
bidders.	 Therefore,	 policy	 makers	 should	 promote	 professional	 management	 by,	 for	 example,	
leadership	 training	 programmes	 and	 attracting	 highly-skilled	 international	 migrants	 to	 rectify	 the	
present	managerial	skills	gap	(Means,	2017).	Enforcing	fair	competition	provisions	against	opportunist	
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Table I: Precarity of the Core 





































  % % % % % % n† 
I am satisfied with discretion at 
work 
Core 21.4 56.3 15.5 4.9 1.9 100.0 103 
The rest 28.5 48.6 13.9 5.9 3.1 100.0 288 
I am satisfied with participation in 
decision making processes*** 
Core 16.7 29.4 27.5 14.7 11.8 100.0 102 
The rest 24.1 32.6 23.4 8.9 11.0 100.0 291 
I am satisfied with pay*** Core 9.9 37.6 22.8 15.8 13.9 100.0 101 
The rest 22.3 38.4 16.8 11.6 11.0 100.0 292 
I am satisfied with the fringe 
benefits 
Core 14.1 36.5 24.7 15.3 9.4 100.0 85 
The rest 22.7 31.7 21.6 9.0 15.1 100.0 278 
There is no job security in this 
workplace*** 
Core 23.3 27.2 15.5 17.5 16.5 100.0 103 
The rest 17.7 19.8 17.7 28.5 16.3 100.0 288 
Managers take unions seriously *** Core 17.7 15.2 36.7 20.3 10.1 100.0 79 
The rest 15.4 15.9 26.9 19.7 22.1 100.0 208 
*p < .05, **p < .01, ***p < .001 (Significance results for the core/rest difference refer to T-test results –on the 
basis of five ordinal/Likert values) 




Table II: Precarity of the Core 
and the Rest 
 <1 year 1-5 years >5 years Total 
  % % % % n† 
Time worked in this company? ***z  Core 17.3 46.9 35.7 100.0 98 
The rest 21.6 60.4 17.9 100.0 273 
 A lot Some Little/None Total 
% % % % n† 
How much say you have regarding the 
work design? 
Core 33.0 36.9 33.1 100.0 103 
The rest 29.9 36.3 33.8 100.0 284 
How much say you have regarding the 
task distribution? ** 
Core 23.3 32.0 44.2 100.0 103 
The rest 30.6 32.6 36.8 100.0 291 
How much say you have regarding 
working hours? *** 
Core 17.5 18.4 64.1 100.0 103 
The rest 28.4 30.5 41.1 100.0 285 
ZT-test results on the basis of three ordinal values 
†See Table I for the notes 
 
 
Table III: Precarity of the 

























  % % % % % % n† 
Employees’ Productivity*** Core 9.5 32.1 26.2 28.6 3.6 100.0 84 
The rest 25.0 30.8 9.0 25.0 10.3 100.0 156 
My own productivity*** Core 13.7 23.5 13.7 33.3 15.7 100.0 102 
The rest 34.5 40.2 7.4 8.8 9.1 100.0 296 




Table IV: Precarity of the Core 




































  % % % % % % n† 
Managerial strategies increase 
employees’ motivation*** 
Core 6.0 7.1 17.9 28.6 40.5 100.0 84 
The rest 13.5 12.9 16.1 24.5 32.9 100.0 155 
Managerial strategies badly affect 
employees’ productivity*** 
Core 37.6 38.8 15.3 5.9 2.4 100.0 85 
The rest 41.5 22.0 15.9 14.6 6.1 100.0 164 
Managers treat us fairly** Core 18.6 23.5 27.5 26.5 3.9 100.0 102 
The rest 17.1 31.7 22.6 13.9 14.6 100.0 287 
Managers are keeping their 
promises*** 
Core 21.8 16.8 32.7 23.8 5.0 100.0 101 
The rest 21.2 31.6 21.5 12.2 13.5 100.0 288 
Managers try to understand and solve 
our problems*** 
Core 17.6 20.6 28.4 27.5 5.9 100.0 102 
The rest 16.7 37.2 20.8 12.8 12.5 100.0 288 
Managers are trying to increase our 
skills*** 
Core 17.6 21.6 26.5 26.5 7.8 100.0 102 
The rest 14.9 38.2 22.9 12.8 11.1 100.0 288 
My relations with the managers are 
generally good*** 
Core 18.6 21.6 18.6 31.4 9.8 100.0 102 
The rest 19.8 36.4 18.7 12.0 13.1 100.0 283 
†See Table I for the notes  
 
 
